Abstract
Introduction
A critical shortage of teachers exists in the United States (Kantrovich, 2007; Fandel, 2007; Walker, Garton & Kitchel, 2004) . The National Education Association (NEA) indicated that over one million teachers were expected to retire by 2014, thus signifying the need for an additional two million teachers over the next 10 years to fill the demand for qualified educators (NEA; as cited in Walker et al., 2004) . This number has more than tripled, with 3.4 million retirees estimated in 2013 (Phillip, 2011) . As of 2001, almost 50% of educator turnover has been due to retirement and teacher relocation, with the remaining separating from the educational profession entirely (Wirt et al., 2005) . According to Lambert (2006) , "the number of new teachers who leave the profession has hovered around 50% for decades" (p. 1). Further, those educators coming into the profession with alternative forms of teacher certification have experienced an attrition rate of 60%, indicating that the recruitment and retention of quality teachers is of epic concern (Darling-Hammond, Berry, & Thoreson, 2001; Walker et al., 2004) . Crutchfield et al. (2013) sought to determine what agriculture teacher retention factors existed among teachers who had taught for a minimum of four years. Specifically, the study sought to investigate the relationships among work engagement, work-life balance, and occupational commitment related to the teachers' decision to remain in the agricultural education profession (Crutchfield et al., 2013) . As a result of the findings, it was implied by researchers that teachers who participated in the study were able to remain in the profession when they were able to balance their work commitment and family life. However, those teachers who devoted much time to activities beyond classroom instruction realized there was potential for negative impact on their career commitment (Crutchfield et al., 2013) . In prior studies, teachers have also reported that long work hours without adequate compensation were taxing on their ability to balance work and family obligations (Murray, Flowers, Croom, & Wilson, 2011) . Similarly, personal and family factors have been found to influence the overall job satisfaction of agriculture teachers, possibly leading to an increased rate of attrition (Ball & Torres, 2010; Cooper & Nelson, 1981; Odell et al., 1990) .
So, why do teachers remain in the classroom (Crutchfield et al., 2013) ? Both intrinsic and extrinsic factors have been documented as reasons why teachers choose to remain in the profession (Inman & Marlow, 2004; Nieto, 2003) . Approximately, 50% of teachers surveyed with 4-9 years of teaching experience identified salary as a factor that led them to remain in the teaching profession (Inman & Marlow, 2004) . Further, collegiality and a positive work environment have been identified as important retention factors, (Inman and Marlow, 2004; Nieto, 2003) , which in turn can allow for an increase in teacher self-efficacy and dedication to the profession (Gibson & Dembo, 1984; Soodak & Podell, 1996; Rocca & Washburn, 2006) . Pedagogical understanding dictates that the longer a teacher is in the profession, the more effective they are compared to their novice counterparts (Day, Sammons, Kington, Gu, & Stobart, 2006) . As such, the costs associated with teacher attrition can be measured not only monetarily through the associated costs of recruiting and retaining qualified teachers, but through the costs associated with a less effective learning environment (Allen, & Education Commission of the States, Denver, CO., 2005) . Which begs the question, how can teachers effectively balance their careers and personal life, thus decreasing attrition in the profession (Crutchfield et al., 2013) ?
Conceptual Frame
Attribution theory served as the conceptual underpinning of this study. Attribution theory is centered on how an individual's beliefs or perceptions of causality influence his or her subsequent courses of action (Canrinus et al., 2012; Weiner, 1972) . Brooks and Clarke (2011) posited that attribution theory is useful "to explain how people interpret events or other people's motives, and how their behaviors are affected by these interpretations" (p. 34). Obvious reasons exist for why people behave in certain ways and attribution theory targets the dimensions of stability, controllability, and locus of control as the dimensions of both internal and external attributes (Weiner et al., 1971) . Defined simply, attributions are "perceived causes of outcomes" (Schunck, 2008, p. 455) . Pintrich and Schunk (1996) posited that two assumptions can be aligned to attribution theory. The first assumption being that a motivational goal exists in individuals who seek to master themselves and the environment around them. The second assumption being an attempt to comprehend the behaviors of others, as well as the fundamental causes associated with those behaviors (Pintrich & Schunk, 1996) . According to Gaier (2015) , "combining these assumptions results in the premise that identifying and understanding the causes of behavior, both their own and that of others, is a primary function for helping people to master their environments and themselves" (p. 7-8).
Attributions can also potentially have a cause and effect relationship on decision-making and future actions, allowing individuals to manage concerns associated with internal and external stress effectively (Gaier, 2015; Hong, Chiu, Dweck, Lin, &Wan, 1999) . The impact of attributions can be understood as:
An observer causally interprets a given set of information to arrive at an attribution [cause] . The information concerns behavior, behavioral consequences, and the circumstances under which behavior occurs. The attribution has the effect or result of placing this information in a cause-effect context. It provides an answer to the question: what caused the observed behavior and its consequences, (Jones, et al., 1972, p. ix) .
After review of the literature it was determined that no recent research related to Louisiana agriculture teachers' self-efficacy, job satisfaction, or perceptions of work-life balance exists. Given the persistent shortage of agriculture teachers across the nation, it is imperative to develop an understanding of factors that influence teacher attrition. As per the literature, teachers who are highly efficacious and satisfied with their jobs are more likely to remain committed to the teaching profession (Glickman and Tamashiro, 1982; Pintrich & Schunk, 1996; Saklofske et al., 1988) . Therefore, the following primary question arose after the review of literature: what are the current levels of teacher self-efficacy, job satisfaction, and work-life balance of Louisiana agriculture teachers?
The purpose of this research study aligns closely with sub-bullet one American Association for Agricultural Education's Research Priority Area 3: Sufficient Scientific and Professional Workforce that Addresses the Challenges of the 21st Century (Doerfert, 2011) . This section of the National Research Agenda identified "developing the models, strategies, and tactics that best prepare, promote, and retain new professionals who demonstrate content knowledge, technical competence, moral boundaries and cultural awareness coupled with communication and interpersonal skills" as a necessary area of scientific focus (Doerfert, 2011, p. 9) .
Purpose of the Study
The twofold purpose of this study was to describe Louisiana agriculture teachers' levels of teacher self-efficacy, job satisfaction, and perception of work-life balance. Additionally, this study sought to determine if relationships existed between these variables. The following research objectives guided the study:
Methods/Procedures

Population and Sampling
The target population for this descriptive-correlational study was agriculture teachers who attended Louisiana agriculture teacher's conference in July of 2014. Data were collected face-toface via a hardcopy questionnaire at the first general session of the conference. The total number of teachers who registered and attended the annual conference was 152. In all, completed questionnaires were collected from 105 teachers. The total number of teachers who attended the general session is unknown, however 105 teachers represent a 69% response rate of those who registered for the conference. Table 1 depicts the categorical demographics data collected. Most (f = 78; 74.3%) of the teachers were male and were married (f = 82; 78.1%). The bachelor's degree was most common (f = 58; 55.2%), followed by the master's degree (f = 41; 39.0%). The majority (f = 79; 75.2%) of the teachers selected over $50,000 as their annual salary. Non-Response 7 6.7 Table 2 depicts the age, years of teaching experience, and the number of children of Louisiana agriculture teachers. The age of these teachers ranged from 21 to 77, with an average of just under 42 years. Teaching experience ranged from zero to 43 years, with just over 15 years as the average length of teaching experience. The responding teachers had an average of about two children each. It should be noted that little research regarding the study's dependent variables (i.e., selfefficacy, job satisfaction, and work-life balance) as they pertain to Louisiana agriculture teachers has been examined in the past. As such, this study should not be considered representative of the entire teacher population. This study strictly serves as a starting point to begin to understand teacher self-efficacy, job satisfaction, and work-life balance among Louisiana agriculture teachers better.
Instrumentation
The instrument employed in this study was comprised of four sections. Face and content validity were established by a panel of experts consisting of three agricultural education faculty members, one agricultural education doctoral student, and one practicing agriculture teacher who was not included in the study's population. Part I of the instrument was the long form of the Teacher's Sense of Efficacy Scale (TSES) (Tschannen-Moran & Woolfolk Hoy, 2001 ). The TSES is comprised of 24 items that measure teacher self-efficacy across three constructs, (a) student engagement, (b) instructional strategies, and (c) classroom management. The nine-point Likerttype items were scaled as, 1 = Nothing, 3 = Very Little, 5 = Some Influence, 7 = Quite A Bit, and 9 = A Great Deal.
The second section of the instrument was the Brayfield-Rothe (1951) Job Satisfaction Index (JSI). The JSI consists of 14 items to assess job satisfaction. The five-point Likert-type scale was anchored as, 1 = Strongly Disagree, 2 = Disagree, 3 = Undecided, 4 = Agree, and 5 = Strongly Agree. Seven of the items were negatively worded, as such, these items were reverse coded prior to calculating the grand mean of the job satisfaction construct.
The third section of the instrument measured the teachers' perceptions of work-life balance factors using 11 items. The five-point Likert-type scale was anchored as, 1 = Strongly Disagree, 2 = Disagree, 3 = Undecided, 4 = Agree, and 5 = Strongly Agree. Specifically, four items from Chaney (2007) were used to determine the teacher's perceptions of creating work-life balance. Further, eight items from Gutek, Searle, and Klepa (1991) were used to measure conflict between work and family. These eight items were reverse coded in order that a high score reflected high conflict (Crutchfield et al., 2013) . The final section of the instrument was a researcher developed demographics section (i.e., age, gender, marital status, educational attainment, years in the profession, annual salary, and number of children).
Due to the extensive research utilizing the TSES and JSI, a pilot study was not conducted. Cronbach's alpha was calculated post-hoc for each section of the instrument that contained scaled items. Greater than acceptable reliability estimates (Santos, 1999) for the TSES (α =.93) and JSI (α =.91) were calculated. Acceptable reliability estimates (Santos, 1999) were found for the perception of creating balance (α =.77) and perception of conflict with family and work (α=.79) sections of the instrument. It should be noted that a α=.70 or higher reliability coefficient is acceptable in social science research (UCLA: Statistical Consulting Group, 2016).
Data Analysis
Data related to research objectives one, two, and three were analyzed through percentages, means, and standard deviations. Item summaries, specifically the percentage of respondents who chose each option, were reported for Likert-type data (Warmbrod, 2014) . These item summaries "indicate the content of the construct and the direction and intensity of each item's contribution to the summated total score or summated subscale score" (Warmbrod, 2014, p. 32) . The Pearson product-moment correlation coefficient was calculated to address the fourth research objective. The strength of relationships was described using Davis' (1971) 
Findings
Research Objective 1: Describe Levels of Teacher Self-Efficacy of Louisiana Agriculture Teachers
The first research objective was concerned with describing Louisiana agriculture teachers' levels of teacher self-efficacy. Note. 1 = Nothing; 3 = Very Little; 5 = Some Influence; 7 = Quite A Bit; 9 = A Great Deal.
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Overall, these teachers indicated they had Quite A Bit (M = 7.02; SD = .82) of influence in various teaching situations as measured by the TSES (see Table 4 ). The teachers also perceived Quite A Bit of influence for each of the three teacher self-efficacy constructs identified by the TSES. Note. 1 = Nothing; 3 = Very Little; 5 = Some Influence; 7 = Quite A Bit; 9 = A Great Deal.
Research Objective 2: Describe the Level of Job Satisfaction of Louisiana Agriculture Teachers
Research objective two sought to describe the level of job satisfaction of Louisiana agriculture teachers. Table 5 reports the percentage of respondents who chose each option on the Likert-type items. Note. 1=Strongly Disagree; 2=Disagree; 3=Undecided; 4=Agree; 5=Strongly Agree.
The job satisfaction grand mean (M = 3.58; SD = .38) was within the real limits of Agree (see Table 6 ). Table 6 Overall Job Satisfaction of Louisiana Agriculture Teachers (n = 105)
Construct
M SD
Job Satisfaction 4.22 57
Note. Real limits: 1.00-1.49=Strongly Disagree; 1.50-2.49=Disagree; 2.50-3.49= Undecided; 3.50-4.49=Agree; 4.50-5.00=Strongly Agree.
Research Objective 3: Describe Louisiana Agriculture Teachers' Perceptions of their WorkLife Balance
Research objective three was concerned with determining Louisiana agriculture teachers' perceptions of work-life balance. Table 7 lists the percentage of respondents who chose each option on the Likert-type items related to the teacher's perception of creating balance. The overall mean (M = 3.91; SD = .65) of the perception of creating balance construct was within the real limits of Agree (see Table 8 ). Regarding work interference with family (WIF), the mean (M = 3.12; SD = .98) was within the real limits of Undecided, while the mean (M = 1.96; SD = .98) of family interference with work (FIW) was within the real limits of Disagree. The grand mean of the perception of conflict (M = 3.46; SD = .67) was within the real limits of Undecided (see Table 10 ). 
Research Objective 4: Describe the Relationships Between Teacher Self-efficacy, Job Satisfaction, and Perception of Work-life Balance
The fourth research objective sought to describe the relationship between teacher selfefficacy, job satisfaction, and work-life balance (i.e., perception of creating balance, perception of conflict). Positive, substantial relationships were found between Overall Teacher Self-Efficacy and Job Satisfaction (r = .59) and Perception of Creating Balance and Overall Perception of Conflict (r = .65). Positive, moderate relationships were detected between Job Satisfaction and Overall Perception of Conflict (r = .43) and Job Satisfaction and Perception of Creating Balance (r = .31). Positive, low relationships were found between Overall Teacher Self-Efficacy and Perception of Creating Balance (r = .26) and Overall Teacher Self-Efficacy and Overall Perception of Conflict (r = .23). 
Conclusions and Discussion
Regarding perceived teacher self-efficacy, these agriculture teachers are efficacious in their chosen career. Per the theory of teacher self-efficacy, these teachers believe their actions will lead to the completion of specific teaching tasks (Bandura, 1997; Tschannen-Moran & Woolfolk-Hoy, 2001 ). Further, high levels of teacher self-efficacy could increase the likelihood these teachers will persist when faced with challenging situations (Bandura, 1997; Tschannen-Moran & Woolfolk Hoy, 2001) . These findings are consistent with previous research on agriculture teacher selfefficacy (Blackburn & Robinson, 2008; Knoblock & Whittington, 2003; Whittington, McConnell, & Knobloch, 2003; Wolf, 2011) .
Responding agriculture teachers in Louisiana also reported they are satisfied with their current employment. This finding supports previous research in agricultural education (Blackburn & Robinson, 2008; Kitchel et al., 2012; Walker et al., 2004) . Per attribution theory, teachers who are satisfied with their chosen career should be able to effectively manage stress that may arise during the course of the job, thus providing further stability in their chosen profession, especially during times of stress (Hong et al., 1999) .
Overall, the teachers perceived they have the ability to achieve balance. This finding aligns with Sorensen and McKim (2014) , who reported moderate levels of WLB among teachers in Oregon. This is also consistent with the findings of Crutchfield et al. (2013) , who reported that teachers in the southern region of the U.S believed they could influence control to achieve balance. Concurrent with previous research (Crutchfield et al., 2013) , these agriculture teachers did not agree or disagree that work interferes with family. Additionally, these teachers indicated family does not interfere with their work responsibilities.
A strong, positive relationship was found between overall teacher self-efficacy and job satisfaction, indicating the more efficacious a teacher is, the more satisfied he or she is with the job. Based on previous literature, this should indicate an increase in retention of qualified educators in the agricultural education profession in Louisiana (Boone & Boone, 2009; Borman & Dowling, 2008; Brill & McCartney, 2008; Cano & Miller, 1992; Castillo & Cano, 1999; Clark et al., 2012; Epps et al., 2010; Kitchel et al., 2012; Newcomb et al., 1987; Thieman et al., 2012) . This relationship between teacher self-efficacy and job satisfaction aligns with Blackburn & Robinson (2008) , who reported strong, positive relationships between the self-efficacy constructs and job satisfaction among most early career agriculture teachers in Kentucky. Perhaps teachers in Louisiana have had quality mastery experiences that have led to a positive outlook on their job, leading to increased self-efficacy (Bandura, 1997) and job satisfaction.
A positive, moderate relationship was found between job satisfaction and the perception of creating balance, similar to the findings of Sorensen and McKim (2014) . This may imply that striking a balance between work and family time is an important component of a satisfied agriculture teacher. Further, a positive, moderate relationship was found between job satisfaction and the overall perception of conflict. Odell et al. (1990) reported that marital satisfaction contributed to overall job satisfaction perceived by agriculture teachers. However, Crutchfield et al. (2013) found no relationship between conflict and job satisfaction. Could it be that as conflict increases between work and family, some teachers gravitate toward spending more time at work in order to actually increase their satisfaction? When looking at this question through the lens of attribution theory, Gaier (2015) found potential conflict from home life situations can cause disruptions in an individual's professional role. Similarly, when conflict increases between teacher work and family life, it can cause educators to lean more towards what provides them satisfaction (Canrinus et al., 2012; Odell et al, 1990) . Attribution theory dictates that individual's actions are a result of their beliefs and/or perceptions of causality (Weiner, 1972) . Overall, Louisiana agricultural educators are efficacious, satisfied with teaching, and believe they can achieve balance with work and life.
Recommendations
Future research should focus on individuals who have left the agricultural education profession to determine if low levels of job satisfaction, teacher self-efficacy, or work-life balance influenced their decision to leave. The results from this study and others show that teachers are efficacious, satisfied with their job, and perceive they can achieve balance (Blackburn & Robinson, 2008; Crutchfield et al., 2013; Kitchel et al., 2012; Sorensen & McKim, 2014) . However, a high turnover rate among agriculture teachers still exists nationally (Walker et al., 2004) . Researchers have posited that low self-efficacy and low motivation contributed to a lack of retention in the profession (Boone & Boone, 2009; Borman & Dowling, 2008; Brill & McCartney, 2008; Clark et al., 2012; Kitchel et al., 2012; Thieman et al., 2012) . Research should be conducted to see if a relationship exists with this finding to this population group within Louisiana.
While the overall findings from this research are positive, it should be noted that when examining the percentages of individuals who selected each item, there are teachers who are not highly efficacious, are not satisfied with their current career situation, and do not believe they can achieve work-life balance. More research, perhaps qualitative in nature, is needed to understand why some teachers feel this way. Perhaps identifying these teachers and deeply understanding their perceptions will provide more insight into the teacher shortage problem. Most research, including the present study, interprets aggregated data and declares that agriculture teachers are efficacious and satisfied, yet attrition occurs at an alarming rate across the nation.
Additional research is needed to understand the influence that demographic characteristics may have on work-life balance, job satisfaction, and teacher self-efficacy. For instance, does the number of children a teacher has determine his or her perception of conflict? Do males and females view conflict differently? Additionally, occupational commitment should be an added measure in future studies. Years in the professions should be utilized in future research to determine how length of tenure influences teacher self-efficacy, job satisfaction, and the perception of work-life balance. Further, a longitudinal study could be designed to determine how these variables change through the course of an academic year. A qualitative study could be designed to understand the relationship between teacher self-efficacy, job satisfaction, and work-life balance better.
The results of this study should be shared with state agricultural education leaders, as well as practicing agriculture teachers. There are many issues and current policies in education across the nation and within Louisiana that could potentially lower the job satisfaction of agriculture teachers. These results should be shared with teachers to let them know that they, as a group, believe they can make a difference (i.e., are efficacious) and are satisfied with their job. Further, these findings should be shared with the Louisiana Agriculture Teachers' Association to inform the organization that a minority of their members are not efficacious and feel unsatisfied with teaching agriculture. This may allow for targeted professional development opportunities such as utilizing teachers who are efficacious, satisfied, and who excel at achieving balance to present workshops to share their strategies with those who may be struggling in this area. Further, as a preventative measure, teacher educators in Louisiana should also incorporate strategies for achieving work-life balance when working with pre-service agriculture teachers.
